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INTRODUCTION TO THE NATIONAL HIGHWAY TRAFFIC
SAFETY ADMINISTRATION

The National Highway Traffic Safety Administration (NHTSA) was established as an agency of the
United States Department of Transportation to carry out safety programs under the National Traffic and
Motor Vehicle Safety Act of 1966 and the Highway Safety Act of 1966. The agency also carries out
consumer programs established by the Motor Vehicle Information and Cost Savings Act.

The highest priority of the National Highway Traffic Safety Administration is to reduce deaths, injuries
and economic losses from motor vehicle crashes. To improve highway safety, the agency conducts
balanced programs to promote both safer vehicles and safer driver practices. NHTSA sets and enforces
federal safety standards for new motor vehicles of all types, investigates alleged safety defects and
orders recalls where necessary, and conducts extensive research on ways to improve vehicle safety.

The agency also provides financial and technical assistance to State and local governments, and works
closely with private organizations, to promote a broad range of driver and traffic safety programs.
These include programs to combat drunk driving, to encourage the use of safety belts and child safety
seats, and to improve emergency medical services, driver licensing, traffic record keeping and traffic
law enforcement.
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OFFICE OF CIVIL RIGHTS ORGANIZATIONAL STRUCTURE

National Highway Traffic Safety Administration
Affirmative Employment Program

400 7th Street, S.W.

Washington, D.C. 20590

AdMINISIALOL .....eeouiiiiriiiirecteieitere ettt ettt Ricardo Martinez, M.D.
Deputy AAMINISITALOT .....c.cevviriirrirtiierieteceieeeeeerre e sae e seene s ebe s st eseene s Philip R. Recht
Director of Civil RIgHtS......ccocviiiiiiiiiiiineeeee e George B. Quick
Equal Opportunity SpPecialist ........ccceeeeeeiriieiininienieniereeeeee e Phyllis Alston

* Equal Opportunity SpecialiSt ........ccccccrvirerieneniiieieieeeeseceecre e Nathaniel Hayes
* Equal Opportunity Specialist ........ccccooererieneniiniiiiiieeeseseee e William Snyder
HLEAl CLETK ...ttt sttt s Angelique Dorsey
HLeZal CIETK ..ottt ettt e Jennifer Salhus
Federal Women’s Program Manager ...........ccooceveeveeeiecienieneeieereeeeee e Phyllis Alston
(Collateral Duty)

Hispanic Employment Program Manager ..............cccceeveeveveieveeeeeerecreseeeennns Vacant
(Collateral Duty)

Persons with Disabilities Employment Coordinator ............c.ccceeeeeeevveereenrennens Prentis Kie
(Collateral Duty)

Black Employment Program Manager...........ccccoceeeereeeeieerenveneeneeneereereeeeseenenns Vacant
(Collateral Duty)

People with Disabilities Program Manager ...........ccccooevvevvevereereceeereeeeeeenn, Vacant
(Collateral Duty)

SECTETATY ..cvetitireeteniei ettt ettt ettt et ettt et see bt eneeseeteeseetesteseeseensonens Earleen Hughes

* Temporary — An employee appointee to a position for one year or less.
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ACCOUNTABILITY STATEMENT

NHTSA Administrator: NHTSA’s Affirmative Employment Program was established in accordance
with statutory and regulatory requirements governing Equal Employment Opportunity (EEO). The
Administrator is ultimately responsible for ensuring compliance with Affirmative Employment Pro-
gram objectives.

Equal Employment Opportunity: The Director of Civil Rights is delegated programmatic and
technical responsibility for the EEO program. The Civil Rights Office staff structure includes a Direc-
tor, one EEO Specialist, and clerical support staff. The Federal Women’s Program Manager, Hispanic
Employment Program Manager, and African American Employment Program Manager serves in a
collateral-duty capacity.

Managers and Supervisors: Managers and Supervisors at all levels are responsible for program
implementation and success within their respective office elements by operating within equal employ-
ment opportunity laws. Managers and supervisors are assisted by the Civil Rights Director, Director
of Human Resources, Special Emphasis Program Managers, and Equal Employment Counselors in
developing and implementing Affirmative Employment Program objectives.

Equal Empleyment Opportunity Performance Standards: Workforce diversity is included as a
critical job element in performance appraisal standards for all managers/supervisors.



Equal Employment Opportunity and Affirmative Employment for Minorities, Women, and People with Disabilities

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES AND WOMEN

CERTIFICATION OF QUALIFICATIONS OF EEOQO OFFICIALS

I certify that the qualifications of all staff officials, full-
time or part-time, responsible for the administration of the
Equal Employment Opportunity Program and Affirmative Employment
Program have been reviewed by competent authority and meet the
qualification standards in the Handbook X-118.

Evidence that the review has been conducted is on file and
available for review by EEOC officials.

tify that the provisions of FPM Letter 713-37,
"Documenti EEO Collateral Duties in Official Position
Descript¥oAs" have been met.

DEC _ 9 1097
fin -

Ricardo/Martinez, M.D. (DATE)
Administrator
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EEOC FORM 568 (8/87)

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES

AND WOMEN

ANNUAT, AFFTRMATIVE EMPLOYMENT PROGRAM ACCOMPLISHMENT REPORT

FOR FISCAL YEAR 1997

* SUMMARY ANALYSIS OF WORKFORCE
* ACCOMPLISHMENT REPORT ON OBJECTIVES AND ACTION ITEMS
* NOTEWORTHY ACTIVITIES AND INITIATIVES

National Highway Traffic Safety Administration
NAME OF ORGANIZATION

400 7th St., S.W., Washington, D.C. 20590
ADDRESS OF ORGANIZATION

ORGANIZATIONAL LEVEL: AGENCY MOC _X REGION

COMMAND INSTALLATION HEADQUARTERS

NUMBER OF EMPLOYEES COVERED BY PLAN: TOTAL 580
PROFESSIONAL 165 ADMINISTRATIVE 312 TECHNICAL 56
CLERICAL 46 OTHER _0 BLUE COLLAR _1

George B. Quick, Phyllig Alston 366-0972
NAME OF CONTACT PERSON(S) PREPARING FORM/TELEPHONE NO.

George B. Quick, Director of Civil Rights
NAME & TITLE OF PRINCIPAL EEO OFFICIAL

NGV 26

o R gg} ik
SIGNATURE OF PRINCIPAL EEO OFFICIAL DATE

CERTIFIES THAT THIS REPORT IS IN COMPLIANCE WITH EEO-MD-714.

Ricardo M nez, M.D. DEC 9 [ag7
Nationa qhwav Traffic Safety Administrator

NAT//?%;/%Z§%i OF HEAD OF ORGANIZATION OR DESIGNATED OFFICIAL

SIGNATURE O AD OF ORGANIZATION OR DESIGNATED OFFICIAL
CERTIFIES T T THIS REPORT IS IN COMPLIANCE WITH EEO-MD-714.
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

IRV T T T S S I D W

NHTSA'’s Civil Rights Office conducted an analysis of opportunities to correct manifest imbalances
and conspicuous absences within the workforce during FY 1997. Opportunities examined were
promotions, hires, and internal conversion opportunities. Personnel activity data were examined to
identify the race and sex of protected group members in job classifications where NHTSA established
FEORP objectives for FY 1997. The following is a summary of the analysis conducted. Categories
with identified problem areas were evaluated in this section of the report.

An analysis of NHTSA’s workforce was conducted by PATCO, grade groupings and major occupa-
tions at the beginning and end of FY 1997, using Central Personnel Data File data.

At the beginning of FY 1997, (covering the period October 1, 1996 through September 30, 1997) our
analysis revealed manifest imbalances and conspicuous absences in the following EEO categories and/
or major occupations:

CONSPICUOUS ABSENCES FY 1997
PATCO/Occupations Identification of Protected Group by Name

Professional * Hispanic females
¢ American Indian/Alaskan
* Native females

Administrative * American Indian/Alaskan
¢ Native males

Clerical ¢ white males
» Hispanic males
* Asian American/Pacific
¢ Islander males and females
¢ American Indian/Alaskan
* Native males

*Conspicuous Absence - Particular EEO group that is nearly or totally nonexistent from a particular
occupation or grade level in the workforce.
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

MANIFEST IMBALANCES FY 1997

PATCO/Occupation

Professional

Administrative

Identification of Protected Group by Name

white females

African American females

Hispanic females

white females

African American males & females

Hispanic females

Asian American/Pacific Islander

males and females

*Manifest Imbalances - Representation of EEO groups in a specific occupational grouping or grade
level in the agency’s workforce that is substantially below its representation in the appropriate CLF.

The analysis of NHTSA’s new hires and promotion data is as follows:

(1) NHTSA’S NEW HIRES:

During FY 1997, NHTSA hired 33 new employees. The number of persons from each EEO
group hired and the percentage of the total hires for the fiscal year is as follows:

¢ white males

» white females

¢ African American males

e African American females

* Hispanic males

* Hispanic females

* Asian American/Pacific Islander males

» Asian American/Pacific Islander females

American Indian/Alaskan Native males

American Indian/Alaskan Native females
TOTAL(S)

Number

-

12

[
W

-’

|OOU~)>—‘>—‘I\)OOI\)4>.

Percent

37.5
121
54
242
6.1
3.0
3.0
9.1
0
0
(100.0%)
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

NHTSA’S NEW HIRES CON’T)

The following is an analysis of hires by PATCO category:

PROFESSIONAL:

Ten or 27.0 percent of NHTSA’s hires were in the professional category. Forty percent of profession-
als hired were white males, 30.0 percent of hires were females, The remaining 30.0 percent were
minority males. The title and grade level of employees hired are as follows: one white male was hired
into a GS-0801-14 General Engineering vacancy, one white male was hired into a GS-830-13 Mechani-
cal Engineering vacancy; one white male was hired into a GS-801-12 General Engineering vacancy,
and one white male was hired into a GS-830-9 Mechanical Engineering position. One white female
was hired into a GS-0905-11 General Attorney vacancy, one Asian American/Pacific Islander female
was hired into a GS-1529-13 Mathematical Statistician vacancy, and one Asian American/Pacific
Islander female was hired into a GS-0830-9 Mechanical Engineering position. Additionally, one Asian
American/Pacific Islander male was hired into a GS-801-13 General Engineering vacancy, one His-
panic male was hired into a GS-801-13 vacancy, and one African American male was hired into a GS-
801-11 General Engineering position.

ADMINISTRATIVE:

Seventeen or 45.9 percent of NHTSA hires were in the administrative category. Forty-seven percent of
administrative hired were white males, 35.3 percent of hires were female, 11.8% of hires were African
American males, and the remaining 5.8 percent were Hispanic males. The titles and grade levels are as
follows: one white male was hired into a SES-340 Associate Administrator for Research and Develop-
ment vacancy, a white male was hired into a GS-1035-15 Public Affairs vacancy, a white male was
hired into a GS-1035-13 vacancy, a white male was hired into a GS-2125-13 Highway Safety Specialist
vacancy, a white male was hired into a GS-1084-13 vacancy, a white male was
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

NHTSA’S NEW HIRES CON’T:

hired into a GS-1801-13 General Inspection vacancy, a white male was hired into a GS-1102-12
Contracting vacancy, and a white male was hired into GS-2125 Highway Safety Specialist position.
One white female was hired into a GS-2125-14 Highway Safety Specialist vacancy, and one white
female hired into a GS-2125-11 Highway Safety Specialist position. One African American female
was hired into a GS-0334-14 Computer Specialist vacancy and one African American female was hired
into the position of GS-2125-7 Highway Safety Specialist. One Hispanic female was hired into a GS-
1082-13 Writing and Editing vacancy, and one Asian American/Pacific Islander female was hired into
a GS-2125-12 Highway Safety Specialist position. Additionally, one African American male was hired
into a GS-1102-12 Contracting position. Also, one Hispanic male was hired into a GS-0301-13
Miscellaneous Administration position.

TECHNICAL:

There were no employees hired into technical positions during FY 1997.

CLERICAL:

Five or 15.1 percent of NHTSA’s new hires were in the clerical category. The titles and grade levels

are as follows: four African American females were hired into GS-318-5 & 6 Secretary positions, and
one African American female was hired into a GS-0309-5 Correspondence Clerk vacancy.
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

2

CONCLUSION:

The group with the highest new hires rate for FY 97 was white males at 35.1 percent. The next
highest rate was African American females at 24.3 percent, however, only one was hired at the
GS-13 and above level. White females hiring rate was 16.2 percent. Asian American/Pacific
Islander females hiring rate was 8.1 percent. African American males and Hispanic males
were hired at a rate of 5.4 percent, respectively. Asian American/Pacific Islander males and
Hispanic females were hired at the rate of 2.7 percent, respectively. There were no American
Indian/Alaskan Native males or females hired in FY 1997.

PROMOTIONS:

During FY 1997, 68 employees received promotions. Thirty-three promotions were to posi-
tions at the GS 13-15 level. The promotion rate for each of the EEO groups are as follows:

Number Percent

* white males 20 294
¢ white females 17 25.0
* African American males 6 8.8
» African American females 22 32.3
» Hispanic males 0 0
* Hispanic females 1 1.5
» Asian American/Pacific Islander males 1 1.5
« Asian American/Pacific Islander females 0 0

¢ American Indian/Alaskan Native males 1 1.5
* American Indian/Alaskan Native females 0 .0

TOTAL(S) (68) (100.0%)
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

PROMOTIONS (CON’T)

The following analysis was conducted relative to employees promoted by PATCO categories:
PROFESSIONAL:

Seventeen or 25 percent of NHTSA’s promotions were in the professional category. Forty-seven
percent of professional promotions were awarded to white males, 17.6 percent to females, and the

remaining 35.3 percent were awarded to minorities. Eleven of the professional promotions awarded
were at the GS-13 and above.

ADMINISTRATIVE:

Forty or 58.8 percent of NHTSA’s promotions were in the administrative category. Thirty-five percent
of administrative promotions were awarded to white females. African American females were pro-
moted at a rate of 32.5 percent, however, only 30.7 percent were promoted to the grade level of GS-13
and above. White males were promoted at a rate of 25.0 percent, African American males at a rate of
5.0 percent, and Hispanic Americans at a rate of 2.5 percent.

CONCLUSION:

Women had the highest promotion rate for FY 97. The combined promotion rate for female employees
was 60.3 percent. Next highest promotion rate was white males at 27.9 percent. The promotion rate for
African American males was 8.8 percent. Hispanic Americans females were promoted at a rate of 1.5
percent. No Asian American/Pacific Islander or American Indian/Alaskan Native employees received
promotions in FY 1997.
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

DISCUSSION OF PATCO/JOB CATEGORIES WITH MANIFEST IMBALANCES AND
CONSPICUQUS ABSENCES AS OF SEPTEMBER 30, 1997

Numerical objectives have been established and progress is being monitored relative to the occupa-
tional categories listed below:

1.

OCCUPATIONAL CATEGORY: PROFESSIONAL

Professional positions are occupied by 165 employees or 28.9 percent of the NHTSA
workforce. White females occupy 21 or 12.7 percent in this category. African Ameri-
can females represent 5 or 3.0 percent in this category. Hispanic males occupy one
position or 0.6 percent of this category. Asian American/Pacific Islanders represent 17
(10.3 percent) of all professionals. American Indian/Alaskan Native employee repre-
sentation in this category is one employee. NHTSA’s FEORP Plan continues to target
objectives to assist in correcting this manifest imbalance.

OCCUPATIONAL CATEGORY: ADMINISTRATIVE

Administrative positions are occupied by 312 employees or 53.3 percent of the
workforce. White females occupy 80 or 25.6 percent in this category. Hispanic
representation in this category is 4.5 percent. As of September 30, 1997, 14 Hispanic
employees occupied administrative positions in NHTSA’s workforce. There is no
representation of American Indian/Alaskan Natives in this job category.
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EEO FORM 568 (8/87)
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ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

3. OCCUPATIONAL CATEGORY: TECHNICAL

Technical positions are occupied by 59 employees or 10.1 percent of NHTSA’s
workforce. Ten white females constitute 16.9 percent of the workforce in this cat-
egory. White females representation in this category decreased by two employees
during the fiscal year. African American males representation in this category remains
constant. African American females representation in this category is 36 or 61.0
percent. Hispanics, Asian American/Pacific Islander males and American Indian/
Alaskan Natives are underrepresented in this category.

4. OCCUPATIONAL CATEGORY: CLERICAL

Clerical positions are occupied by 48 employees, or 8.2 percent of NHTSA’s
workforce. The number of 10 employees in the clerical category remains constant.
White females occupy 8 or 16.7 percent of all clerical positions. African American
females occupy 34 or 70.8 percent of these positions. Two African American males
constitute 4.2 percent of the total. All other EEO groups are underrepresented in this
category.
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

DISCUSSION OF MAJOR OCCUPATIONS

1. Program Analyst - GS-343

Fifty-six (56) employees occupy program analyst positions or 9.6 percent of NHTSA’s
workforce. African American males and Asian American/Pacific Islander males are
underrepresented. Asian American/Pacific Islander females and American Indian/
Alaskan Native males are conspicuously absent in this occupation.

2. Engineers (General/801, Mechanical/830 & Electrical/855)

One hundred and four (104) employees occupy engineering positions or 17.8 percent of
the workforce. NHTSA workforce decreased by two employees in this occupation.
This total includes 80 General Engineers, 21 Mechanical Engineers, and 3 Electrical
Engineers. Minorities representation in the position of engineers is 23 employees or
22.1 percent. Six women occupy General Engineer positions, or 5.8 percent of all
engineering positions. The EEO groups not represented in the engineering occupation
category are Hispanic females and American Indian/Alaskan Native females.

19
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Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

S u——

3. Highway Safety Specialist - (GS-2125)

One hundred thirteen (113) employees occupy highway safety specialist positions, or
19.3 percent of the workforce. Women representation in this category is 40.7 percent
and minorities representation is 16.8 percent. Nineteen minorities, including twelve
African Americans, three Hispanics, and four Asian American/Pacific Islanders
occupied highway safety specialist positions. Fifty-six highway safety specialists are
assigned to regional offices.

4. Attorney Advisor (GS-905)

Nineteen (19) attorney advisor employees constitute 3.2 percent of the workforce.
White males representation in this category is 11 employees or 57.9 percent of the
attorneys in the Office of Chief Counsel. Five white females occupy Attorney Advisor
positions, including 2 GS-15 and 2 GS-14. Minority females representation includes
one African American GS-14 and two Asian American/Pacific Islanders, 1 GM-15 and
1 GS-13 respectively. The workforce contracted three employees during FY 97.
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Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

Commencing FY 1998, NHTSA’s workforce totaled 585 employees. NHTSA’s workforce contracted

by 14 employees in FY 1997.

Objectives were established in NHTSA’s Federal Equal Opportunity Recruitment Plan (FEORP) to
correct manifest imbalances and conspicuous absences in occupational categories and major job series.
Analysis listed in this report are conducted by mainstream occupations. The term mainstream occupa-
tion is defined as job series where incumbents exceed one hundred employees. NHTSA has experi-
enced limited success in accomplishing its objectives. Several additional organizations have been
contacted to assist NHTSA to recruit Hispanics into the workforce.

At the beginning of FY 1998, an analysis revealed that manifest imbalances and conspicuous absences

exist in the following occupational categories:

CONSPICUOUS ABSENCES FY 1998

PATCO/Occupations Identification of Protected Group by Name

Professional .

Administrative .

Technical .

Hispanic females
American Indian/Alaskan Native females

American Indian/Alaskan Native
males and females

Hispanic males

Asian American/Pacific Islander
males and females

American Indian/Alaskan Native
males and females
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

ey BO— b z i e e S SIS I I I T T

Clerical * white males
* Hispanic males
¢ Asian American/Pacific Islander males
* American Indian/Alaskan Native males

Program Manager (340) ¢ African American females
* Hispanic females
» Asian American/Pacific Islander
males and females
* American Indian/Alaskan Native
males and females

Highway Safety Specialist (2125) * American Indian/Alaskan Native
males and females
Engineering Series (801, 830, 850) » Hispanic females
* American Indian/Alaskan Native
females

» Asian American/Pacific Islander
males and females

Attorney Advisors (905) * African American males
* Hispanic males and females
* Asian American/Pacific Islander
males
* American Indian/Alaskan Native
males and females
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

MANIFEST IMBALANCES FY 1998

PATCO/Occupation Identification of Protected Group by Name

Professional » white females
+ African American females
» Hispanic males

Administrative » white females
e African American males
* Hispanic females
+ Asian American/Pacific Islander
females

Technical + white males and females
* African American males
* Hispanic females

Clerical * white females and males
¢ African American males
* Hispanic females

Program Analyst (343) » African American males
+ Hispanic males
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

SUMMARY ANALYSIS OF WORKFORCE

Provide a narrative workforce analysis using the relevant civilian labor force.
Analyze occupational categories, grade groupings, and major occupations.

Program Manager (340) » white females
¢ African American males and females

Highway Safety Specialist (2125) * white females
» African American males and females
* Hispanic females

Engineering Series (801, 830, 855) * white females
* African American females
* Hispanic females

Attorney Advisors (905) ¢ white females
¢ African American females
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

NOTEWORTHY ACTIVITIES/INITIATIVES

List noteworthyactivities/initiatives which have been successful in improving
employment and promotional opportunities for minorities and women.

NHTSA participated in a variety of special programs designed to increase diverse group representation
within the workforce. Through these special initiatives, NHTSA has placed additional diverse group
members in vacancies. NHTSA had limited hiring opportunities during FY 1997. Efforts were made
to maintain contacts with educational institutions, women and minority organizations for the purpose
of obtaining assistance in recruiting qualified applicants for vacancies. These various groups assisted
NHTSA in accomplishing its objectives. The following is a summary of NHTSA’s FY 1997 notewor-
thy activities/initiatives:

1. STUDENT PROGRAM

NHTSA continues to utilize the Student Program to fill vacant positions in the Head-
quarters and Regional offices. During FY 1997, NHTSA has employed twenty
student-aides that perform a variety of functions. NSC* employed one minority
female student at Headquarters and two male minority students in Regions IV and VII.
NHTSA has employed one minority CO-OP student in the occupation of graphics art.

2. SPECIAL INITIATIVES FOR PERSONS WITH DISABILITIES

During FY 97 NHTSA continued to provide disabled employees with interpreters and
special training courses. NHTSA purchased new special equipment for three hearing
and visually impaired employees. Five disabled employees previously hired under the
excepted service appointments were converted to career civil services appointments.

3. NOTEWORTHY MANAGEMENT ACCOMPLISHMENTS IN AREAS
WHERE NHTSA HAD MANIFEST IMBALANCE/CONSPICUOUS AB
SENCES:

. One African American male was promoted to the position of GS-0801-15,
General Engineering.

. One African American female was promoted to the position of GS-0201-15,
Personnel Management.

*NSC - NHTSA’s State and Community Services Program.

29
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM A CCOMPLISHMENT REPORT

NOTEWORTHY ACTIVITIES/INITIATIVES

List noteworthyactivities/initiatives which have been successful in improving
employment and promotional opportunities for minorities and women.

NOTEWORTHY MANAGEMENT ACCOMPLISHMENT IN AREAS WHERE
NHTSA HAD MANIFEST IMBALANCE/CONSPICUQUS ABSENCES

(CON’T):

. One Hispanic female was promoted to the position of GS-2125-15, Highway
Safety Specialist.

. One American Indian/Alaskan Native male was promoted to the position of
GS-1301-15, General Physical Science.

. One white female was promoted to the position GS-0343-15, Management
Analysis.

. One African American female was promoted to the position of GS-2125-14,
Highway Safety Specialist.

. One African American male was promoted to the position of GS-0801-14,
General Engineering.

. Four white females were promoted to the GS-14 level (three GS-343, Manage
ment Analysis, and one GS-301, Miscellaneous Administration.

. One African American male was promoted to the position of GS-0110-13,
Economist.

. Three African American females were promoted to the GS-13 level (GS-1529,

Mathematical Statistician, GS-0301, Miscellaneous Administration, and GS-
0343, Management Analysis.
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Affirmative Employment Program for Minorities and Women

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM ACCOMPLISHMENT REPORT

NOTEWORTHY ACTIVITIES/INITIATIVES

List noteworthyactivities/initiatives which have been successful in improving
employment and promotional opportunities for minorities and women.

W I L B

NOTEWORTHY MANAGEMENT ACCOMPLISHMENT IN AREAS WHERE NHTSA HAD
MANIFEST IMBALANCE/CONSPICUOUS ABSENCES (CON’T):

. Three white females were promoted to the GS-13 level (GS-1035, Public Affairs, GS-
0341, Administrative Officer, and GS-0343, Management Analysis.

. One African American female was hired into a GS-0334-14, Computer Specialist
position.

. One white female was hired into a GS-2125-14, Highway Safety Specialist position

4. TRAINING ACTIVITIES

. One African American male attended the Federal Executive Institute (FEI), in
Charlottesville, VA.

S. SPECIAL RECRUITMENT AT COLLEGES AND UNIVERSITIES:

. NHTSA continues to work with two Historically Black Colleges and Universities,
Morgan State University and Atlanta-Clark University to recruit minority students.
Currently, two minority female interns contribute greatly to the mission of NHTSA
while enhancing their own careers in the Transportation field of study. NHTSA has
sought to correspond student interest and capabilities to the focus of each office posi
tion, thereby creating a win/win situation for all concerned.

6. NHTSA’s PARTICIPATION IN THE WELFARE-TO-WORK PROGRAM

NHTSA has employed five individuals in temporary positions through the Welfare-to-Work Program.
These individuals’ performance, attendance, attitude and overall work ethnic have been outstanding.
One has entered into a mentor/mentoree relationship with an Office Director at NHTSA and has been
interviewed and considered for placement in a permanent position within the Department. NHTSA
anticipates hiring two more individuals through this program next fiscal year.
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Q

Ufs-foepo”mem Administrator 400 Seventh Street, S.W.
of ransporiation Washington, D.C. 20590
National Highway

Trotfic Safety OCT 21 1994

Administration

SUBJECT: AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES, WOMEN,
AND THE DISABLED; EEO POLICY STATEMENT

FROM: Ricardo Martinez, M.D.
Administrator
TO: ALL NHTSA EMPLOYEES

The National Highway Traffic Safety Administration (NHTSA) is
fully committed to ensuring that no person is denied an
opportunity on the basis of race, religion, color, sex, national
origin, age, disability and/or sexual orientation. Affirmative
steps will be taken to identify and eliminate any discriminatory
barriers that may limit opportunity to recruit, employ, and
promote qualified persons.

Equal Employment Opportunity (EEO) for minorities, women, and
persons with disabilities should be reflected in all agency
personnel practices, including but not limited to recruitment,
hiring, promotion, assignments, transfer, reassignment, training,
benefits, reduction in force, separation and reasonable
accommodation. The Office of Civil Rights will continue to
evaluate the agency's EEO program and, where an imbalance or lack
of progress is evident, will take measures to eliminate barriers
and promote egual employment opportunities.

Individual differences will be valued and an agency culture will
be created that fosters workforce diversity. The agency's
ability to enhance equality of opportunity and achieve workforce
diversity is largely dependent on the success of managers and
supervisors who make personnel decisions, but it is the
responsibility of all NHTSA employees.

I am fully committed to promoting Equal Employment Opportunity
and workforce diversity, and I expect each manager, supervisor,
and employee to join me in aggressively promoting equal
opportunity and furthering cultural diversity within NHTSA's
workforce.
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LOCATION OF NHTSA’S REGIONAL OFFICES

CITY/STATE
Region 1
(Cambridge, MA)
Region II

(White Plains, NY)
Region IIT
(Baltimore, MD)

Region IV
(Atlanta, GA)

Region V
(Olympia Fields, IL)

Region VI
(Fort Worth, TX)

Region VII
(Kansas City, MO)

Region VIII
(Denver, CO)

Region IX
(San Francisco, CA)

Region X
(Seattle, WA)

Connecticut, Maine,
Massachusetts, New Hampshire,
Rhode Island, and Vermont

New Jersey, New York,
Puerto Rico, and Virgin Islands

Delaware, District of Columbia,
Maryland, Pennsylvania, Virginia,
and West Virginia

Alabama, Florida, Georgia,
Kentucky, Mississippi,

North Carolina, South Carolina,
and Tennessee

Ilinois, Indiana, Michigan,
Minnesota, Ohio, and Wisconsin

Arkansas, Louisiana, New Mexico,
Oklahoma, Indian Nation and Texas

Towa, Kansas, Missouri, and
Nebraska

Colorado, Montana, North Dakota,
South Dakota, Utah, and Wyoming

American Samoa, Arizona, California,

Guam, Hawaii, Nevada and Mariana

Alaska, Idaho, Oregon, and
Washington
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Q

US.Department Administrator 400 Seventh Street, S.W

of Transporianion
' : Washington, D.C. 20590
Nationcl Highway
Trotfic Safety o
Administration oCr 2 1 1994

SUBJECT: SEXUAL HARASSMENT PREVENTION POLICY

FROM: Ricardo Martinez, M.D.
Administrator
TO: ALL NHTSAXA EMPLOYEES

The National Highway Traffic Safety Admiristration is fully
committed to the policy of the U.S. Government and the Department
of Transportation regarding the prevention of sexual harassment
in the workplace.

The Egqual Employment Opportunity Commission guidelines provide:
"Unwelcome sexual advances, requests for favors, and other verbal
or physical conduct of a sexual nature constitute sexual
harassment when: 1) submission to such conduct is made either
explicitly or implicitly a term or condition of an individual's
employment, 2) submission to or rejection of such conduct by an
individual is used as the basis for employment decisions
affecting such individual, or 3) such conduct has the purpose or
effect of unreasonably interfering with an individual's work
performance or creating an intimidating, hostile, or offensive
working environment."

Sexual harassment is illegal conduct which often leads to
increased employee turnover, low morale and reduced productivity.
I will not tolerate inappropriate conduct that denies an employee
the opportunity to work in an environment free of sexual
intimidation, hostility or offensiveness; and I expect managers,
supervisors, and enployees to maintain professional standards of
conduct appropriate for the Federal service.

All employees are expected to refrain from any act that can be
construed as sexual harassment. Sexual harassment is a serious
ratter and your cooperation is necessary in preventing its
occurrence in the workplace.
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM E1LEMENT: WORKFORCE

PROBLEM/BARRIER STATEMENT: Clerical employees have a difficult time moving from clerical to
administrative or technical positions.

OBJECTIVE: Develop mechanisms for employees to move from clerical to non-clerical positions.

RESPONSIBLE OFFICIAL: Associate Administrators and Director(s) of the Office(s) of Personnel & Civil
Rights

TARGET DATE: FY 1997

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1.  Target positions and the knowledge, Director of Human Resources Continuous FY 1997
skills, and abilities necessary to
perform at the para-professional Director of Civil Rights

level and beyond, need to be
identified to ensure “bridges” exist to
enable clerical employees to enter
professional, administrative, and
technical occupational fields.

2.  Initiate an ongoing program to Director of Human Resources Continuous FY 1997
ensure that individual employees can
be assisted to work with their Director of Civil Rights

managers and supervisors, respec-
tively, to develop viable Individual
Development Programs.

REPORT ON ACCOMPLISHMENT OF OBJECTIVES:

There have been several clerical positions that have been converted to administrative or technical occupations.
Efforts will be made to ensure more conversions with opportunities for training and rotations.
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

[ —————— -

PROGRAM ELEMENT: WORKFORCE

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities within NHTSA’s
GS 13 - SES managers and policy-making positions.

OBJECTIVE: Efforts will be made to ensure that GS 13 - SES vacancies are filled with qualified diverse employ-
ees, including minorities and women to correct manifest imbalances.

RESPONSIBLE OFFICIAL: Director(s) of the Office of Human Resources & Civil Rights, and Associate
Administrators

TARGET DATE: FY 97-99

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE
1. Administrator will discuss with Administrator January 1, 1997
Associate Administrators and Staff Deputy Administrator

Office Directors, periodically at
weekly staff meeting, established
objectives and their respective role in
accomplishing agency EEO FY 97

objectives.

2.  The “area of consideration” proposed Director of Human Resources Continuous FY 1997
for each GS 13 - SES vacancy
announcement will be examined so Director of Civil Rights

that the recruitment search is
sufficiently broad to ensure an
adequate representation of women
and minorities within the applicant

pool.
3. All proposed noncompetitive Director of Human Resources Continuous FY 1997
promotion actions in the GS 13 - Director of Civil Rights
SES grade band will be examined to Associate Administrators
ensure sufficient competition in Staff Office Directors

occupational categories where there
is a manifest imbalance of women
and minorities.

REPORT ON ACCOMPLISHMENT OF OBJECTIVES:

An African American male was promoted to a GS-801-15 position, and an African American female was pro-
moted to a GS-0201-15. Additionally, a Hispanic female was promoted to the position of GS-2125-15, and a
American Indian/Alaskan Native male was promoted to the position of GS-1301-15, General Physical Science.
Also, a white female promoted to a GS-0343-15 position. There was one African American female, one African
American male, and four white females promoted to GS-14 positions. Three African American females, one
African American male, and three white females were promoted to the GS-13 level. One African American
female and one white female was hired at the GS-14 level. Two Hispanic males, one Hispanic female, one Asian
American/Pacific Islander male and female, and one white female was hired into the GS-13 level.
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EEO FORM 568 (8/87)

Equal Employment Opportunity and Affirmative Employment for Minorities, Women, and People with Disabilities

Affirmative Employment Program for Minorities and Women

REPORT OF OBJECTIVES AND ACTION ITEMS

PROBLEM/BARRIER STATEMENT: The Administration is committed to a “streamlining plan” that will
result in reducing the ratio of managers and supervisors to other personnel by 50 percent within 5 years.

OBJECTIVE: Ensure that minorities and women are not disproportionately adversely affected, or absorb an
unfair share of the burden in reducing the agency’s manager/supervisor positions based on any prohibited factors.

RESPONSIBLE OFFICIAL: Associate Administrators and Director(s) of Human Resources & Civil Rights

TARGET DATE: FY 97-99

ACTION ITEMS:

1.

Administrator will discuss periodi-
cally, at weekly staff meetings, with
Associate Administrators and Staff
Office Directors NHTSA’s numeri-
cal objective and explore means to
accomplish objectives.

Conduct a statistical analysis of the
impact of any reduction-in-force and/
or streamlining measures on women
and minorities in managerial
supervisory positions.

When managerial and supervisory
vacancies are filled, ensure that the
applicant pool includes qualified
women and minorities.

Explore the staffing of managerial
and supervisory positions with
women and minorities through
internal promotions, and by recruit-
ing candidates from other govern-
ment agencies.

RESPONSIBLE OFFICIAL

Administrator
Deputy Administrator

Director of Human Resources

Director of Civil Rights

Director of Human Resources
Director of Civil Rights
Associate Administrators
Staff Office Directors

Director Human Resources
Director of Civil Rights
Associate Administrators
Staff Office Directors

TARGET DATE

January 1997

FY 1997 thru FY 1999

FY 1997 thru FY 1999

FY 1997 thru FY 1999

REPORT ON ACCOMPLISHMENT OF OBJECTIVES:

FY 97 analysis concerning streamline plan did not reveal any adverse and/or disparate impact relative to any

group within the workforce. Analysis will continue annually until the end of FY 2000.
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EEO FORM

568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

prn R

PROGRAM ELEMENT: EMPLOYEE DEVELOPMENT PROGRAMS

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of minorities within the pool of employ-

ees receiving
special recognition, awards, and outstanding performance appraisals.

OBJECTIVE: Ensure a more equitable distribution of awards, career enhancing assignments, and outstanding
performance appraisals.

RESPONSIBLE OFFICIAL: Deputy Administrator, Associate Administrators, and Director(s) of Human
Resources & Civil Rights

TARGET DATE: FY 1997

ACTION ITEMS:

1.

All performance awards, special
recognition, career enhancing
mobility assignments, and outstand-
ing performance appraisals actions
will be analyzed semi-annually to
ensure fairness and equitable
distribution to diverse employees.

An initiative will be developed to
ensure that employees in GS-11 level
positions and below are equitably
represented among the employees
receiving awards, special recogni-
tions, mobility assignments, and
outstanding performance appraisals.

RESPONSIBLE OFFICIAL
Director of Human Resources

Director of Civil Rights

Director of Human Resources

Director of Civil Rights

TARGET DATE

Continuous FY 1997

Continuous FY 1997

REPORT ON ACCOMPLISHMENT OF OBJECTIVES:

FY 97 analysis revealed that monetary awards increased for women and minorities. The number of minorities
receiving numerical ratings of outstanding decreased. Employees receiving incentive awards increased signifi-
cantly for all groups within the workforce.

45
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: MINORITY CONTRACTS

PROGRAM OFFICE: SAFETY PERFORMANCE STANDARDS

PROBLEM/BARRIER STATEMENT: There is a lack of discretionary funds in the Safety Performance
Standards budget for awarding contracts/small purchases to minority contractors.

OBIJECTIVE: To increase the amount of contract funds awarded to minority and women owned contractors.

RESPONSIBLE OFFICIAL.: Associate Administrator for Safety Performance Standards, Office Directors,
Director of Contract and Procurement

TARGET DATE: FY 1997 - FY 1999

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE
1.  Identify areas in contract budget Associate Administrator FY 1997
which can be spent on minority and Office Directors
women owned contracts/small
purchases.
2. Meet with procurement personnel for Director of Contracts & FY 1997
assistance in locating minority and Procurement

women owned businesses.

3. Solicit minority and woman owned Associate Administrator FY 1997 thru FY 1999
businesses for competitive bids for Office Directors
small purchases, particularly in the
New Car Assessment Program
vehicle purchase area where a large
percentage of program funds are
spent.

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:

We are pleased to report that our efforts were successful at increasing the level of funds awarded to minority and
women owned businesses for contracts and small purchases. Using the accomplishment of the past year as a
baseline, we will continue to strive towards not only maintaining this level, but improving it as well.
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: WORKFORCE

PROGRAM OFFICE: PLANS AND POLICY

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities with
NHTSA’s GS-13 thru SES Managers and policy-making positions.

OBJECTIVE: Efforts will be made to ensure that GS-13 thru SES vacancies are filled with qualified diverse
employees, including minorities and women to correct manifest imbalances.

RESPONSIBLE OFFICIAL: Associate Administrator for Plans and Policy

TARGET DATE: FY 1997 - FY 1999

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1.  The Office of Evaluation and Associate Administrator December 31, 1996
Regulatory Analysis is hiring a math Office Director
statistician at the GS-11-12-13 level. Division Chief

The announcement opens 11/7 and
closes 11/22. We will be considering
all candidates, including females and
minorities. Thus, there is a potential
that a female/minority candidate
could be elected at the GS-13 level.

2. A current minority GS-12 could be Associate Administrator
promoted to a GS-13 in the next Office Director
fiscal year. Division Chief

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:

The Office of Regulatory Analysis and Evaluation hired a female/minority GS-13 Mathematical Statistician,
effective February 16, 1997. Additionally, the same office promoted a male/minority Economist from a GS-12
to a GS-13, effective March 30, 1997.
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM OFFICE: RESEARCH AND DEVELOPMENT

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities with NHTSA’s
GS-13 thru 15 managerial and policy making positions.

OBJECTIVE: Efforts will be conducted to ensure that GS-13 thru 15 vacancies are filled with qualified minori-
ties and women to correct manifest imbalances.

RESPONSIBLE OFFICIAL: Associate Administrator for Research and Development

TARGET DATE: FY 1997

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1. Promoting greater awareness of Associate Administrator FY 1997
Workforce Diversity by supporting
and encouraging participation in
diversity awareness training and

seminars.

2. Continuing research contract(s) with Associate Administrator FY 1997
Historically Black Colleges and
Universities.

3.  Fostering management development Associate Administrator FY 1997

opportunities for those minority and
women employees aspiring to
management careers.

4,  Continuing to support student Associate Administrator FY 1997
employment programs (e.g., Coop-
erative Education and Student Aide
Programs).

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:

One Asian American/Pacific Islander male and one Asian American/Pacific Islander female were hired to mid
level positions. One African American male attended FEI training (Leadership for a Democratic
Society) and one Asian American/Pacific Islander female attended the FAPAC Congressional Seminar,
National Leadership Training Conference.
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM FLEMENT: WORKFORCE

PROGRAM OFFICE: SAFETY ASSURANCE

PROBLEM/BARRIER STATEMENT: Clerical employees have a difficult time moving from clerical to
administrative or technical positions.

OBJECTIVE: Continue to evaluate and target opportunities that may be used to provide clerical staff with
skills needed to enter non-clerical or technical fields.

RESPONSIBLE OFFICIAL: Associate Administrator for Safety Assurance, Office Directors, Office of Human

Resources
ACTION ITEMS:. RESPONSIBLE OFFICIAL TARGET DATE
1. Assess staffing positions for possible Associate Administrator for Continuous FY 1996

activities that would provide clerical
staff opportunities, skills or experi-
ence r;legde;i lct.olznter into non-clerical Office Directors

or technical fields. Director, Office of Human
Resources

Safety Assurance thru FY 1999

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:

During FY 97 two female employees were reassigned and reclassified as Safety Defect Program Assistants. This
entry-level technical position will provide both employees a greater opportunity for career advancement.

Safety Assurance will assess current positions for possible activities that would provide the opportunities, skills
and/or work experience to progress or enter into career advancing fields.
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: WORKFORCE

PROGRAM OFFICE: SAFETY ASSURANCE

PROBLEM/BARRIER STATEMENT: Build relationships with educational institutions to provide potential
minority engineer

applicants real world work experience within Safety Assurance and to increase the interest and awareness of skills
required for

engineering and managerial positions.

OBJECTIVE: Work with educational institutions in an effort to provide activities and cooperative educational
opportunities to minority high school and college students in an effort to create an awareness and raise interest about
the skills and educational background required to pursue technical and managerial positions in the agency.
RESPONSIBLE OFFICIAL: Associate Administrator for Safety Assurance, Office Directors

TARGET DATE: FY 1996 thru FY 1999

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE
1.  Through cooperative agreements Associate Administrator for Continuous FY 1996
with local colleges and universities Safety Assurance thru FY 1999
provide minority engineering
students an opportunity to receive Office Directors
real world work experience in Safety
Assurance.
2. Participate in the agency’s shadow Associate Administrator for
program and other agency activities Safety Assurance
for minority high school students to
increase their awareness of skills Office Directors
required to pursue technical and
managerial positions in Safety Director of Human Resources
Assurance.

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:

During FY 97 two minority male engineers were recruited. On female engineer was promoted to the GS-13 level.
One minority male was promoted to the GS-14 level. Established Minority Business Enterprise 8(a) goal by 239%.
Safety Assurance awarded a total of $2,977,698 in contract funds to several 8(a) contractors.

PROGRAM ELEMENT: WORKFORCE
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM OFFICE: STATE AND COMMUNITY SERVICES

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities within
NHTSA’s GS-13 thru 15 managers and policy making positions.

OBJECTIVE: Efforts will be made to ensure that GS-13 thru 15 vacancies are filled with qualified diverse
employees, including minorities and women to correct manifest imbalances.

RESPONSIBLE OFFICIAL: Associate Administrator for State and Community Services

TARGET DATE: FY 1997 THRU FY 1999

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE
1. NSC has recently hired a GS-14 Associate Administrator for Continuous FY 1997
female employee to fill a vacancy in State and Community Services thru FY 1999

Headquarters. As other personnel
openings occur, NSC will actively
recruit qualified female and minority

candidates.

2. NSC will continue to pursue promo- Associate Administrator for Continuous FY 1996
tions for qualified minorities and State and Community Services thru FY 1999
women.

3. NSC wills continue to use Student Associate Administrator for Continuous FY 1996
Employment Program. State and Community Services thru FY 1999

4.  NSC will fund another HBCU Associate Administrator for Continuous FY 1996
Internship program. This program is State and Community Services thru FY 1999

expected to be located in NHTSA’s
Region V Office. Funding is
approximately $20-$25K.

5. NSC and TSP will co-sponsor a Associate Administrator for FY 1997 thru FY 1999
Native American Traffic Safety State and Community Services
Support Program. This initiative is
to foster a coordinated planning and
communications process among
practitioners and customers for the
development and delivery of traffic
safety programs targeted to Native
Americans.

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:

NSC has hired a GS-14 female employee to fill a vacancy at Headquarters. NSC has recruited qualified female
and minority candidates.

NSC and TSP co-sponsored a Native American Traffic Safety Support Program. This initiative fostered a
coordinated planning and communications process among practitioners and customers for the development and
delivery of traffic safety programs targeted to Native Americans.
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

e

PROGRAM EFLEMENT: WORKFORCE

PROGRAM OFFICE: ADMINISTRATION

PROBLEM/BARRIER STATEMENT: The Administration is committed to a “streamlining plan” that will
result in reducing
the ratio of managers and supervisors to other personnel by 50 percent within 5 years.

OBJECTIVE: Ensure that minorities and women are not disproportionately adversely affected, or absorb an
unfair share of the burden in reducing the agency’s manager/supervisor positions based on any prohibited factors.

RESPONSIBLE OFFICIAL.: Director of the Office of Human Resources

TARGET DATE: FY 1994 THRU FY 1999

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1. Although the streamlining plan Director of Human Resources FY 1997 thru FY 1999
covers the period from 1996 through
1999 for the “entire agency,” Director of Civil Rights

Administration will review its
supervisory/employee ratio to
determine minority and women
makeup.

2. An analysis will be conducted to Director of Human Resources FY 1997 thru FY 1999
determine the effect on minorities
and women if the ratio were reduced Director of Civil Rights
by 50%.

3. Supervisory vacancies will be Director of Human Resources FY 1997 thru FY 1999
scrutinized closely to ensure that
applicant pool includes minority and Director of Civil Rights
wormen.

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:

Analysis were conducted relative to adverse impact and disparate treatment of minorities and women in the
workforce. To date, analysis did not reveal that minorities and/or females have experienced significant loss of
promotions or advancement opportunities because of NHTSA'’s streamling efforts. This process will continue
until the year 2000.
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

REPORT OF OBJECTIVES AND AcCTION ITEMS

PROGRAM ELEMENT: WORKFORCE

PROGRAM OFFICE:

TRAFFIC SAFETY PROGRAMS

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities within
NHTSA’s GS-13 thru 15 managers and policy making positions.

OBJECTIVE: Efforts will be made to ensure GS-13 thru 15 vacancies are filled with qualified diverse employ-
ees, including minorities and women to correct manifest imbalance.

RESPONSIBLE OFFICIAL: Associate Administrator for Traffic Safety Programs

TARGET DATE: FY 1997 THRU FY 1999

ACTION ITEMS:

1.

TSP will continue to actively recruit
qualified female and minorities for
GS 13 and higher vacancies.

TSP will continue its university
cooperative programs with selected
universities (currently with George
Washington, Morgan State, City
College of New York, and West
Virginia) to attract promising female
and minority students to the traffic
safety field.

TSP will continue to assist and
encourage qualified female and
minority staff to prepare themselves
for upward mobility opportunities
and will make these opportunities
available as staffing levels and
technical demands on staff permit.

RESPONSIBLE OFFICIAL

Associate Administrator for
Traffic Safety Programs

Office Directors

Associate Administrator for
Traffic Safety Programs

Office Directors

Associate Administrator for
Traffic Safety Programs

Office Directors

TARGET DATE

Continuous FY 1997
thru FY 1999

FY 1997 thru FY 1999

FY 1997 thru FY 1999

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:

TSP promoted and/or recruited six females and minorities for GS-13 and higher vacancies. There has also been
upward mobility transitions and promotion activity involving female and minority staff from clerical positions to

program specialists.
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Equal Employment Opportunity and Affirmative Employment for Minorities, Women, and People with Disabilities

Affirmative Employment Program for Minorities and Women

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: WORKFORCE

PROBLEM/BARRIER STATEMENT: Clerical employees have a difficult time transiting from clerical to
administrative or technical positions. ’

OBIJECTIVE: Develop mechanisms for employees to move from clerical to non-clerical positions.

RESPONSIBLE OFFICIAL.: Associate Administrators and Director(s) of the Office(s) of Personnel & Civil
Rights

TARGET DATE: FY 1998

ACTION ITEMS:

1.

Target positions and the knowledge,
skills, and abilities necessary to
perform at the para-professional
level and beyond, need to be
identified to ensure “bridges” exist to
enable clerical employees to enter
professional, administrative, and
technical occupational fields.

Initiate an ongoing program to
ensure that individual employees can
be assisted to work with their
managers and supervisors, respec-
tively, to develop viable Individual
Development Programs.

RESPONSIBLE OFFICIAL
Director of Human Resources

Director of Civil Rights

Director of Human Resources

Director of Civil Rights

TARGET DATE

Continuous FY 1998

Continuous FY 1998
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EEOC FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: WORKFORCE

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities within
NHTSA’s GS 13 - SES managers and policy-making positions.

OBIECTIVE: Efforts will be made to ensure that GS 13 - SES vacancies are filled with qualified diverse
employees, including minorities and women to correct manifest imbalances.

RESPONSIBLE OFFICIAL: Director(s) of the Office of Human Resources & Civil Rights, and Associate
Administrators

TARGET DATE: FY 98-99

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE
1. Administrator will discuss with Administrator January 1, 1998
Associate Administrators and Staff Deputy Administrator

Office Directors, periodically at
weekly staff meeting, established
objectives and their respective role in
accomplishing agency EEO FY 97

objectives.

2. The “area of consideration” proposed Director of Human Resources Continuous FY 1998
for each GS 13 - SES vacancy
announcement will be examined so Director of Civil Rights

that the recruitment search is
sufficiently broad to ensure an
adequate representation of women
and minorities within the applicant

pool.
3. All proposed noncompetitive Director of Human Resources Continuous FY 1998
promotion actions in the GS 13 - Director of Civil Rights
SES grade band will be examined to Associate Administrators
ensure sufficient competition in Staff Office Directors

occupational categories where there
is a manifest imbalance of women
and minorities.
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: WORKFORCE

PROBLEM/BARRIER STATEMENT: The Administration is committed to a “streamlining plan” that will
result in reducing the ratio of managers and supervisors to other personnel by 50 percent within 5 years.

OBJECTIVE: Ensure that minorities and women are not disproportionately adversely affected, or absorb an
unfair share of the burden in reducing the agency’s manager/supervisor positions based on any prohibited factors.

RESPONSIBLE OFFICIAL: Associate Administrators and Director(s) of Human Resources & Civil Rights

TARGET DATE: FY 98 -99

ACTION ITEMS:

1.

Administrator will discuss
periodically, at weekly staff
meetings, with Associate Admin-
istrators and Staff Office Direc-
tors NHTSA’s numerical objec-
tive and explore means to
accomplish objectives.

Conduct a statistical analysis of
the impact of any reduction-in-
force and/or streamlining mea-
sures on women and minorities in
managerial supervisory positions.

‘When managerial and supervisory
vacancies are filled, ensure that
the applicant pool includes
qualified women and minorities.

Explore the staffing of managerial
and supervisory positions with
women and minorities through
internal promotions, and by
recruiting candidates from other
government agencies.

RESPONSIBLE OFFICIAL

Administrator
Deputy Administrator

Director of Human Resources

Director of Civil Rights

Director of Human Resources
Director of Civil Rights
Associate Administrators
Staff Office Directors

Director Human Resources
Director of Civil Rights
Associate Administrators
Staff Office Directors

TARGET DATE

Continuing

FY 1998 thru FY 1999

Continuing

Continuing
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

pret—

PROGRAM ELEMENT: EMPLOYEE DEVELOPMENT PROGRAMS

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities within the pool
of employees receiving special recognition, awards, and outstanding performance appraisals.

OBJECTIVE: Ensure a more equitable distribution of awards, career enhancing assignments, and outstanding
performance appraisals.

RESPONSIBLE OFFICIAL: Deputy Administrator, Associate Administrators, and Director(s) of Human
Resources & Civil Rights

TARGET DATE: FY 1998

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1. All performance awards, special Director of Human Resources Continuous FY 1998
recognition, career enhancing
mobility assignments, and outstand- Director of Civil Rights

ing performance appraisals actions
will be analyzed semi-annually to
ensure faimess and equitable
distribution to diverse employees.

2.  Aninitiative will be developed to Director of Human Resources Continuous FY 1998
ensure that employees in GS-11 level
positions and below are equitably Director of Civil Rights

represented among the employees
receiving awards, special recogni-
tions, mobility assignments, and
outstanding performance appraisals.
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EEO FORM 568 (8/87)

Affirmative Employment Program for Minorities and Women

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: RECRUITMENT AND HIRING

PROBLEM/BARRIER STATEMENT: Minorities and women are not certified at a rate comparable to their

application rate for positions of GS-15 through SES positions.

OBJECTIVE: To determine whether artificial barriers exist in qualification standards to take steps to eliminate
any such barriers identified.

RESPONSIBLE OFFICIAL: Director of Human Resources

TARGET DATE: 10/1/98

ACTION ITEMS:

1.

Human Resource officials should
meet with appropriate agency
management officials to discuss
qualification standards for positions
named above, in an effort to ascer-
tain whether required standards are
necessary for the performance of
duties.

If determination is made that
artificial barrier exist, additional
action items will be included to
eliminate those barriers.

Explore the staffing of managerial
and supervisory positions with
women and minorities through
internal promotions, and by recruit-
ing candidates from other govern-
ment agencies. Affected Groups:
white females, African American
female, Hispanic females, Asian
American/Pacific Islander females,
and American Indian/Alaskan Native
females.

RESPONSIBLE OFFICIAL
Director of Human Resources

Associate Administrators

Associate Administrators

Director of Civil Rights

Director of Human Resources

TARGET DATE

July 1, 1999

Continuing

Continuing
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EEO FORM 568 (8/87) Affirmative Employment Program for Minorities and Women
REPORT OF OBJECTIVES AND ACTION ITEMS

IS

PROGRAM ELEMENT: RECRUITMENT AND HIRING

PROBLEM/BARRIER STATEMENT: Many minorities and women do not qualify for the position of GS-15
through SES.

OBIECTIVE: To hire at the trainee level (GS-5 and GS-7) whenever possible in order to provide developmental
opportunities for minorities and women within the workforce.

RESPONSIBLE OFFICIAL: Director of Human Resources & Associate Administrators

TARGET DATE: Ongoing

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1.  Provide managers, office directors Director of Civil Rights Ongoing
and regional directors with lists of
job categories and series under their
jurisdiction where minorities and
women are lacking. Encourage them
to fill these positions at the trainee
levels since this way seems to yield
more minority/women candidates.

2. Request that employees be allowed NHTSA Administrator February 15, 1998
to rotate into vacant positions. Director of Human Resources
Ensure that career development is a Associate Administrators

working reality not a written policy.

3. Recommend that NHTSA reactivate Director of Human Resources April 1, 1998
its Upward Mobility Program. Associate Administrators
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Associate Administrator’s Objective

for

Fiscal Year 1998
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EEO FORM 568 (8/87)

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES
AND WOMEN

PROGRAM ELEMENT: ~ WORKFORCE

PROGRAM OFFICE: SAFETY PERFORMANCE STANDARDS

PROBLEM/BARRIER STATEMENT: The Administration is committed t0 a “streamlining plan” that will result in reducing
the ratio of managers and supervisors to other personnel by 50 percent within 5 years.

QBJECTIVE: Ensure that minorities and women are not disproportionately adversely affected or absorb an unfair share of
the burden in reducing the agency’s manager/supervisor positions based on any prohibited factors.

RESPONSIBLE OFFICIAL: Associate Administrator for Safety Performance Standards (NPS), NPS Office Directors and Director of
Human Resources.

Target Date: FY 1998 - FY 1999

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1. Identify organizational changes within Safety Associate Administrator FY 1998 thru FY 1999
Performance Standards to meet the goals of Office Directors
the agency’s streamlining plan. Director, Office of Human Resources

2. In cases where new Group Leaders or
Division Chiefs will be hired, we will make Associate Administrator FY 1998 thru FY 1999
strong efforts to fill these positions with a Office Directors

qualified minority or female candidate.

3. In cases where supervisory positions are
eliminated, ensure that women or minorities
are not disproportionately impacted. Associate Administrator FY 1998 thru FY 1999

Office Directors

/ //’% Ao 20,1997

L. Robert Shelton Date
Associate Administrator
for Safety Performance Standards
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EEO FORM 568 (8/87)

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES
AND WOMEN

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: WORKFORCE

PROGRAM OFFICE: PLANS AND POLICY

PROBLEM/BARRIER STATEMENT: Build and maintain a professional productive, innovative, diverse workforce.

OBIECTIVE: Strive for diversity in the Agency’s workforce at all levels and in all respects with regard to hiring, promotions,
education and training oppotunities, assignements and recognitions.

RESPONSIBLE OFFICIAL:  Associate Administrator for Plans and Policy

TARGET DATE: FY 1998 - FY 1999

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1. The Office of Evaluation and Regulatory Associate Administrator December 31, 1998
Analysis is in the process of announcing a Office Director
GM-15 Division Chief, in the Regulatory Division Chief

Analysis Division. We will be considering all
candidates, including females and minorities.

2. The Office of Strategic and Program Planning
will be announcing a GM-15 Chief in the Associate Administrator
Program Planning Division. We will be Office Director
considering females and minorities. Division Chief

3. The Office of Strategic and Program Planning

will be hiring an SES Director for that office.
The announcement opened 10/31/97. We will | Associate Administrator
be considering females and minorities. Office Director
Division Chief

i |
AAN /‘\v/a"\j les (=9

William Walsh” Date
Associate Administrator
for Plans and Policy
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EEO FORM 568 (8/87)

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES
AND WOMEN

PROGRAM ELEMENT: Workforce

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities within NHTSA’s GS-13 thru 15
managerial and policy making positions.

ORIECTIVE: Efforts will be conducted to ensure that GS-13 thru 15 vacancies are filled with qualified minorities and
women to correct manifest imbalances.

RESPONSIBLE OFFICIAL: Associate Administrator for Research and Development

TARGET DATE: FY 1998

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1. Promoting greater awareness of Workforce Associate Administrator FY 1998
Diversity by supporting and encouraging
participation in diversity awareness training and-
seminars.

2. Fostering management development opportunities | Associate Administrator FY 1998
for those minority and women employees
aspiring to management careers.

FY 1998

3. Continuing to support student employment Associate Administrator
programs (e.g., Cooperative Education and
Student Aide Programs).

W WM ///0’/77

Raymon:ymegs Ph.D. Date
AssociatedA dministrator for

Research and Development
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EEO FORM 568 (8/87)

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES
AND WOMEN

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: WORKFORCE

PROGRAM OFFICE: SAFETY ASSURANCE

PROBLEM/BARRIER STATEMENT: Enhance relationships with educational institutions to provide potential minority engineer
applicants real world work experience within Safety Assurance and to increase the interest and awareness of skills required for
engineering and managerial positions.

OBJECTIVE: Work with educational institutions in an effort to provide activities and cooperative educational opportunities
to minority and college students in an effort to create an awareness and raise interest about the skills and educational
background required to pursue technical and managerial positions in the agency.

RESPONSIBLE QOFFICIAL: Associate Administrator for Safety Assurance, Office Directors

TARGET DATE: FY 1998 thru FY 1999

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE

1. Through cooperative agreements with Associate Administrator for Safety Continuous FY 1998
local colleges and universities provide Assurance
minority engineering students an
opportunity to receive real world work Safety Insurance Office Directors

experience in Safety Assurance.

Director of Human Resources

M% A)AJJ—— l((21/ﬁ7

Kenneth N. Weinstein Date
Associate Administrator
for Safety Assurance
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EEO FORM 568 (8/87)

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES
AND WOMEN

PROGRAM ELEMENT: WORKFORCE
PROGRAM OFFICE: SAFETY ASSURANCE

PROBLEM/BARRIER STATEMENT: Clerical or non-career advancing technical type positions have a difficult time moving to
administrative or career advancing technical positions.

OBJECTIVE: Safety Assurance will assess current positions for possible activities that would provide staff the opportunities, skills or
experience needed to progress or enter into career advancing technical positions.

RESPONSIBLE OFFICIAL: Associate Administrator for Safety Assurance, Safety Assurance Office Directors, Office of Human
Resources.

TARGET DALE: FY 1998 THRU FY 1999

ACTION ITEMS: RESPONSIBLE OFFICIAL TARGET DATE
L. Assess sffing positions for possible activities that would Associate Administrator for Safety Continuous FY 1998 thru
provide saff oppormunities, skills or cxpericnce peeded to Assurance FY 1999

h
enter carcer ing

Safety Assurance Office Directors

Director, Office of Human Resources

Ul 8l ot

Kenneth N. Weinstein Date
Associate Administrator
for Safety Assurance
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EEO FORM 568 (8/87)

PROGRAM ELEMENT:
PROGRAM OFFICE:

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES

AND WOMEN

REPORT OF OBJECTIVES AND ACTION ITEMS

WORKFORCE

STATE AND COMMUNITY SERVICES

PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities within NHTSA’s GS-13
thru 15 managers and policy making positions.

OBJECTIVE: Efforts will be made to ensure that GS-13 thru 15 vacancies are filled with qualified diverse employees, including minorities and

women to correct manifest imbalances.

RESPONSIBLE OFFICIAL: Associate Administrator for State and Community Services

TARGET DATE: FY 1998 THRU FY 1999

ACTION ITEMS:

1.

In FY'97 NSC has hired 1 GS-14 female employee
and 1 GS-13 female employee to fill 2 vacancies in
Headquarters. As other personnel openings occur,
NSC will actively recruit targeting 50% of new hires
as female and/or minorities.

. NSC will continue to pursue promotions for qualified

minorities and women. In FY'98, NSC will try to
promote 2 women/minorities from GS-13 to GS-14.

. NSC will continue to use Student Employment

Programs.

. NSC will continue to support the HBCU Student

Internship program. Currently NSC has an intern in
Region IV and 1 intern in Headquarters with an annual
funding amount of nearly $45K.

. NSC and TSP co-sponsor a Native American Traffic

Safety Support Program. This initiative is to foster a
coordinated planning and communications process
among practioners ant customers for the development
and delivery of traffic safety programs targeted to
Native Americans.

NSC is working with the National Organization of
Black Law Enforcement Executives (NOBLE), as well
as National Black Alcoholism Council and their
Blacks against Drunk Driving (BADD) chapters to
develop model traffic safety programs for the urban
environment.

. NSC will be supporting the Welfare to Work Program

through a new hire in Region 6.

. Bring additional minorities into leadership positions.

RESPONSIBLE OFFICIAL

Associate Administrator for State and
Community Services

Associate Administrator for State and
Community Services

Associate Administrator for State and
Community Services

Associate Administrator for State and
Community Services

Associate Administrator for State and
Community Services

Associate Administrator for State and
Community Services

Associate Administrator for State and
Community Services

Associate Administrator for State and
Community Services

TARGET DATE

Continuous FY 1998 thru
FY 1999

Continuous FY 1998 thru
FY 1999

Continuous FY 1998 thru
FY 1999

Continuous FY 1998 thru
FY 1999

FY 1998 thru FY 1999

Continuous FY 1998 thru
FY 1999

Continuous FY 1998 thru
FY 1999

QQL @mk«

Adele ] Derby
Associate Administrator
for State and Community Serv1ces

(3047

Date
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EEO FORM 568 (8/87)

lAFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES

REPORT OF OBJECTIVES AND ACTION ITEMS

AND WOMEN

PROGRAM ELEMENT: WORKFORCE

PROGRAM OFFICE: ADMINISTRATION

PROBLEM/BARRIER STATEMENT: The Administration is committed to a “streamlining plan” that will result in reducing
the ratio of managers and supervisors to other personnel by 50 percent within 5 years.

OBJECTIVE: Ensure that minorities and women are not disproportionately adversely affected, or absorb an unfair share of the burden in
reducing the agency’s manager/supervisor positions based on any prohibited factors.

RESPONSIBLE OFFICIAL: Director of the Office of Human Resources

TARGET DATE: FY 1998 THRU FY 1999

ACTION ITEMS:

1. Although the streamlining plan covers the period from
1996 through 1999 for the “entire agency,”
Administration will review its supervisory/employee
ratio to determine minority and women makeup.

2. Supervisory and GS-13 and above vacancies will be
scrutinized closely to ensure that applicant pool
includes minority and women.

RESPONSIBLE OFFICIAL

Director of Human Resources

Director of Human Resources

TARGET DATE

FY 1998 thru FY 1999

FY 1998 thru FY 1999

Herman L.~Simms
Associate Administrator
for Administration

Date
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EEO FORM 568 (8/87)

AFFIRMATIVE EMPLOYMENT PROGRAM FOR MINORITIES

AND WOMEN
CCO S CTIVES CTIO
PROGRAM ELEMENT: WORKFORCE
PROBLEM/B R S :  There is a manifest imbalance of women and minorities within NHTSA’s GS-13

thru 15 managers and policy making positions.

OBJECTIVE: Efforts will be made to ensure that GS-13 thru 15 vacancies are filled with qualified diverse
employees, including minorities and women to correct manifest imbalance.

RESPONSIBLE OFFICIAL: Associate Administrator for Traffic Safety Programs
CTIO S: RESPONSIBLE OFFICIAL TARGET DATE
1. TSP will continue to actively recruit qualified female Associate Administrator for Continuous FY 1998
and minorities for GS 13 and higher vacancies. Traffic Safety Programs and thru FY 1999
Office Directors
2. TSP will continue its university cooperative programs Associate Administrator for Continuous FY 1998
with selected universities (currently with George Traffic Safety Programs and thru FY 1999
Washington, Morgan State, City College of New York, Office Directors

and West Virginia) to attract promising female and
minority students to the traffic safety field.

3. TSP will continue to assist and encourage qualified Associate Administrator for Continuous FY 1998
female and minority staff to prepare themselves for Traffic Safety Programs and thru FY 1999
upward-mobility opportunities and will make these Office Directors

opportunities available as staffing levels and technical
demands on staff permit. All interested staff will have
Individual Development Plans (IDPs).

V/AM uf1z(q7

James Hedlund Date
Associate Administrator
for Traffic Safety Programs
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The Affirmative Employment Plan and Associate Administrator’s
objectives are narrowly tailored to serve the interest of DOT and/or
NHTSA relative to manifest imbalances and conspicuous absences
within the workforce. This plan reflects that NHTSA is committed
to ensuring that our workforce draw on the full range of the
Nation’s talents. NHTSA’s FY 1998 Plan comport with the
Adarand Supreme Court decision.
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PROBLEM/BARRIER IDENTIFICATION
PROVIDE A NARRATIVE DESCRIBING THE PROBLEM/BARRIERS IDENTIFIED:

1. PROGRAM ELEMENT: WORKFORCE
PROBLEM/BARRIER STATEMENT: Clerical employees have a difficult time moving from clerical to administrative or technical
positions.
OBIECTIVE: Develop mechanisms for employees to move from clerical to non-clerical positions.
TARGET DATE: FY 1998

2. PROGRAM ELEMENT: WORKFORCE
PROBLEM/BARRIER STATEMENT: There is a manifest imbalance of women and minorities within NHTSA's GS 13-SES managerial
and policy making positions.
OBJECTIVE: Efforts will be made to ensure that as GS 13-SES vacancies are filled, qualified minorities and women receive fair
consideration so as to correct manifest imbalances.
TARGET DATE: FY 1998 through FY 1999

3. PROGRAM ELEMENT: EMPLOYEE DEVELOPMENT PROGRAMS
PROGRAM/BARRIER STATEMENT: There is a manifest imbalance of minorities within the pool of employees receiving special
recognition, awards, and outstanding performance appraisals.
OBJECTIVE: Ensure a more equitable distribution of awards,
career enhancing assignments, and outstanding performance
appraisals.
TARGET DATE: FY 1998 through FY 1999

4. PROGRAM ELEMENT: WORKFORCE
PROBLEM/BARRIER STATEMENT: There is an absence and/or low application rate of white females, minorities, African American
males, African American females, and American Indian/Alaskan Native females for GS-15 through SES vacant positions.
OBJECTIVE: Increase the application rate for groups mentioned above.
TARGET DATE: FY 1998 - FY 1999

5. PROGRAM ELEMENT: WORKFORCE
PROBLEM/BARRIER STATEMENT: The Administration is committed to a “streamlining plan” that will result in reducing the ratio of
managers and supervisors to other personnel by 50 percent within 5 years.
OBJECTIVE: Ensure that minorities and women are not disproportionately adversely affected, or absorb an unfair share of the burden in
reducing the agency’s manager/supervisor positions based on any prohibited factors.
TARGET DATE: FY 2000

6. PROGRAM ELEMENT: RECRUITMENT AND HIRING
PROBLEM/BARRIER STATEMENT: Many minorities and women do not qualify for the position of GS-15 through SES.
OBJECTIVE: To hire at the trainee level (GS-5 and GS-7) whenever possible in order to provide minorities and women developmental opportunities.
TARGET DATE: FY 1998-2000

7. PROGRAM ELEMENT: RECRUITMENT AND HIRING
PROBLEM/BARRIER STATEMENT: Minorities and women are not certified at a rate comparable to their application rate for position of GS-15
through SES positions.
OBJECTIVE: To determine whether artificial barriers exist in qualification standards to take steps to eliminate any such barriers identified.
TARGET DATE: 10/1/98

PAGE 68
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GLOSSARY OF EEO DEFINITIONS

a. Agency. Agencies with 500 or more employees shall aggregate multi-year affirmative
employment program plans and annual accomplishment reports and updates from sub-
ordinate units (if any) and submit an agency-wide plan/report/update to EEOC’s
Federal Sector Programs.

b. Employment Category. The major occupational categories for the White Collar pay sys-
tem and wage board pay system including: Professional, Administrative, Technical,
Clerical, Other, and Blue-Collar (PATCOB).

c. Fiscal Year. Reporting period from October 1 of one year to September 30th of the fol-
lowing year.

d. Major Occupation. Mission-oriented occupations or other occupations with 100 or
more employees.

e. Major Operating Component (MOC). Organizational sub-unit directly below the
agency (department) level.

f. Manifest Imbalance. Representation of EEO groups in a specific occupational group-
ing or grade level in the agency’s workforce that is substantially below its representa-
tion in the appropriate CLF.

g. Numerical Objective (Goals). Quantifiable objective designed to eliminate a manifest
imbalance or conspicuous absence of EEO Groups.

h. Objective. Statement of a specific end product or condition to be attained by a specific date.
Accomplishment of an objective will lead to the elimination of a barrier or other problem.

i. Problem. A situation that exists in which one or more EEO groups do not have full
equal employment opportunity.

j. PATCOB. Acronym for Professional, Administrative, Technical, Clerical, and Other
White-Collar occupational categories and the Blue-Collar occupational category.

k. Audit. Enforcement tool to be used when there are sufficient deficiencies in an
agency’s program operations.

1. Barrier. Personnel principle, policy, or practice which restricts or tends to limit the rep-
resentative employment of applicants and employees, especially minorities, women and
individuals with handicaps.

m. Civilian Labor Force. Persons, 16 years of age or over, excluding those in the Armed
Forces, who are employed or seeking employment.

n. Corspicuous Absence. Particular EEO group that is nearly or totally nonexistent from a
particular occupation or grade level in the workforce.

o. EEO Groups. Black males, black females, Hispanic males, Hispanic females, Asian
American/Pacific Islander males, Asian American/Pacific Islander females, American
Indian/Alaskan Native males, American Indian/Alaskan Native females, white males,
and white females.

p. Employee. Permanent, full or part-time, members of the agency workforce including those
in expected service positions. Does not include temporary or intermittent individuals.
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ABBREVIATIONS
NHTSA

CLF

FwPp
HEP

PATCO

P/R Unit

SEPM

Ul
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National Highway Traffic Safety
Administration

Civilian Labor Force - Data used to determine
manifest imbalances and conspicuous
absences of women and minorities in the
workforce. National data used for computa-
tions of Professional and Administrative
occupations, and local data used for
Technical, Clerical and Other categories.

Federal Women'’s Program
Hispanic Employment Program

EEOC designations of occupational categories
(P, Professional; A, Administrative; T,
Technical; C, Clerical; O, Other)

Planning/Reporting Unit - The lowest organi-
zational level at which annual reporting and
planning of affirmative action is required.
Based on a component with 500 or more
employees and a chief executive officer
(Administrator) with hiring authority.

Special Emphasis Program Manager

Underrepresentation Index
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